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PREAMBLE

This agreenent is made by and between the Fleet and Industrial Supply
Center, Puget Sound (FISCPS), hereinafter referred to as the "Enployer" and
the Brenerton Metal Trades Council (BMIC), hereinafter referred to as the
"Uni on. "

W TNESSETH

In accordance with the provisions of Title VII of the Gvil Service
Ref orm Act of 1978, and in consideration of the nmutual covenants herein set
forth, the parties hereto intending to be bound, hereby agree as foll ows:

ARTI CLE 1. RECOGNI TI ON AND COVERAGE OF AGREEMENT

Section 1. The Enpl oyer hereby recognizes that the Union is the exclusive
representative of all collective bargaining unit enployees as defined in
Section 2 bel ow

Section 2. The unit to which the agreenent is applicable is:

Al'l enpl oyees, including tenporary, term probationary and
intermttent enployees of the FISCPS, Bremerton, Wshington, including
enpl oyees of the FISCPS Detachment Everett, Everett, WAshington, except
prof essi onal enpl oyees, nmnagenent officials, supervisors, enployees of
Manchest er Fuel Departnent and enpl oyees described in 5 U S C 71122

(b) (2), (3), (4), (6) and (7).
ARTICLE 2. RIGHTS OF THE EMPLOYER

Section 1. It is agreed that the Enployer retains the right:

a. To determine the mssion, budget, organization, numnber of
enpl oyees, and internal security practices of the FISCPS; and

b. In accordance with applicable |aws:

(1) to hire, assign, direct, layoff, and retain enployees in the
agency; to establish performance standards and performance el enments and
critical elenents; or to suspend, renove, reduce in grade or pay, or take
ot her disciplinary action against such enployees;

(2) to assign work, to make determ nations with respect to
contracting out, and to determine the personnel by which FISCPS operations
shal | be conduct ed;

(3) with respect to filling positions, to make selection for
appoi ntnents from



(a) anong properly ranked and certified candidates for
pronotion; or

(b) any other appropriate source; and

(4 to take whatever actions may be necessary to carry out the
FI SCPS mi ssion during energencies.

Section 2. Wen language in this agreenent refers to duties of specific
enpl oyees, it is intended as a guide as to how a situation may be handl ed.
The Enployer retains the discretion to nake work assignnents.

ARTI CLE 3. R GHTS OF EMPLOYEES

Section 1. Each enpl oyee shall have the right to form join, or assist any
| abor organization, or to refrain from any such activity, freely and

wi thout fear of penalty or reprisal, and each enployee shall be protected
in the exercise of such right. Except as otherwi se provided in this
agreenment such right includes the right:

a. to act for a labor organization in the capacity of a
representative and the right, in that capacity, to present the views of the
| abor organization to heads of agencies and other officials of the
executive branch of the Governnent, the Congress, or other appropriate
authorities; and

b. to engage in collective bargaining with respect to conditions of
enpl oyment through representatives chosen by enployees.

Section 2. Each enpl oyee shall have the right to bring work related
matters, or matters of personal concern, to the attention of the enployee's
desi gnated Union representative and/or appropriate officials of the

Enpl oyer, such as the inmedi ate supervisor, Equal Enploynment Qpportunity
(EEQ Counselor, Givilian Enployee Assistance Program Coordinator, Safety
Oficer, or the Hunman Resources Ofice. The enpl oyee nust obtain the

i medi ate supervisor's permission prior to leaving the work site during
duty hours.

Section 3. Enpl oyees of the unit have the right to have a Union
representative present at discussions between thenselves and supervisors,

or other representatives of the Enployer as hereinafter provided in this
agr eenent . This does not apply to day-to-day neetings between the enpl oyee
and the supervisor concerning such itens as counseling, planning,

organi zing, directing, evaluating and controlling work.

ARTI CLE 4. RI GHTS OF THE UNI ON
Section 1. The Union is the exclusive representative of the enployees in

the unit and is entitled to act for and negotiate collective bargaining
agreenents covering those enployees.



Section 2. The Union will exercise those entitlenents wthout
di scrimnation and without regard to |abor organization menbership.

Section 3. The exclusive representative shall be given the opportunity to
be represented at any formal discussion between one (1) or nore
representatives of the agency and one or nore enployees in the unit or
their representatives concerning any grievance or personnel policy or
practices or other general condition of enploynent.

Section 4. The exclusive representative shall be given the opportunity to
be represented at any exam nation of an enployee in the unit by a
representative of the agency in connection with an investigation if:

a. t he enpl oyee reasonably believes that examination may result in
di sciplinary action against the enployee; and

b. t he enpl oyee requests representation

Section 5. The Enpl oyer agrees to inform unit enployees of those rights in
Section 4 above, semi-annually, in witing.

Section 6. The parties agree to neet and negotiate in good faith, for
purposes of arriving at a collective bargaining agreement. |f agreenment is
reached, the parties agree to execute, at the request of any party to the
negotiation, a witten docunent enbodying the agreed-to terns, and to take
such steps as are necessary to inplenent such agreenent.

Section 7. Upon witten request, the Employer will furnish to the Union
such data, not prohibited by law, which is normally maintained by the

Enpl oyer in the regular course of business; which is reasonably available
and necessary for full and proper discussion, understanding, and
negotiation of subjects within the scope of collective bargai ning and;

whi ch does not constitute guidance, counsel, or training provided for
managenent officials or supervisors, relating to collective bargaining.

The Union recognizes that a five (5) workday period of tinme may be needed
by the Enployer to respond to such data requests. Wen it is not possible
to respond within the tine frane an extension may be requested.

Section 8. The Union has the right to negotiate matters as discussed in
Article 6 which are the subject of any rule or regulation, provided the
rule or regulation is not a governnent-wide rule or regulation regarding
personnel policies, practices or working conditions affecting unit

enpl oyees or is inconsistent with an agency or government-wi de rule or
regul ation or federal |aw

Section 9. The Union has the right to preclude unit enployees from being
represented by an attorney or other representative INn any grievance or

appel late action filed or processed through the grievance procedure of this
agr eenent . This applies primarily to neetings, grievances, and
arbitration. It does not apply to EEO procedures or Merit Systens
Protection Board (MPB) hearings.



Section 10. The Union may not preclude a unit enployee from being
represented by an attorney or other representative while exercising
grievance appellate rights established by law, rule, or regulation outside
this agreenent, nor in exercising any grievance or appellate rights
established by law, rule, or regulation.

Section 11. The Enployer will provide the Union with a quarterly listing
of bargaining unit nenbers. The listing will contain the work area of each
enpl oyee and be sorted by division. Upon request by the Union, the

Enpl oyer will provide updated data on individual enployees who have
accreted into the unit, or have been transferred, reassigned or pronoted
within the unit. This data will be provided within five (5) workdays of
request by the Union.

Section 12. The Enployer w Il provide the Union an opportunity to be
present at all new enployee orientations and, if present, wll introduce
the Union representative. New enpl oyees will be provided a copy of this
agreenment during their in-processing and advised of the procedures for
contacting a Union representative.

ARTI CLE 5. PROVI SI ONS OF LAW AND REGULATI ONS

Section 1. In the adnministration of all matters covered in the agreenent,
officials and enployees are governed by existing or future |aws, and
government -wi de regul ati ons of appropriate authorities, by published
Department of Defense (DOD) and Navy policies and regulations in existence
at the tine the agreenent was approved; and by subsequently published DOD
policies and regulations required by law or by the government-w de

regul ati ons of appropriate authorities.

Section 2. Al unit nenbers at FISCPS are subject to FISCPS instructions
in existence at the tine this agreenent was approved, as well as
subsequently published FISCPS instructions. Subsequent instructions
affecting personnel policies, practices and conditions of enploynment wll
be processed in accordance with procedures in Article 6, Section 2. All

FI SCPS instructions covering personnel policies, practices and general
working conditions in existence at the tine this agreenent is approved
hereby becone a part of and subject to the provisions of this agreenent.
Wiere the | anguage of this agreenment and the language in an instruction in
exi stence at the time of the agreenent are in conflict, this agreenment wll
t ake precedence.

Section 3. The Enpl oyer agrees to place the Union on the distribution
list for activity instructions and notices, HRO Manual changes, Civilian
Personnel Instructions, Secretary of the Navy Instructions, including
changes, anmendnents and corrections. These shall be provided by hard copy,
floppy disk or LAN, as technol ogical advances are inplenented. The

Enpl oyer agrees to allow the Union access to the instruction central files
in Code 90.



ARTI CLE 6. MATTERS APPROPRI ATE FOR NEGOTI ATI ON

Section 1. If the Enployer proposes to make minor changes in personne
policies, practices and matters affecting unit enployees' working
conditions, the Division Director will neet and discuss the proposal wth
the Union Chairperson prior to inplenmentation. |f the Union considers the
change to be substantive, or no agreenent is reached, the procedures in
Section 2 of this article will apply.

Section 2. If the Enployer proposes changes in personnel policies,
practices and matters affecting unit enployees' working conditions, which
cannot be resolved as in Section 1 above, a draft copy of the proposal

with supporting docunmentation, W ll be submitted to the Union's Chairperson
and the follow ng procedures will be used.

a. The Union will have five (5) workdays to advise the Enployer, in
witing, if they desire to consult on the matter. [If the Union has no

questions or concerns and does not respond, the Enployer is free to
i mpl ement the new or revised policy or rule.

b. If the Union does respond, the parties will nmeet within five (5)
wor kdays and attenpt to reach an agreenment through consultation

c. Wuen additional information is requested by the Union, and it is
available to the Enployer it will be provided by the Enployer within five
(5) workdays.

d. Al agreenents concerning FISCPS Instructions dealing with
conditions of enploynent, that are reached through this procedure, wll be
reduced to witing, and will become a part of and subject to the provisions
of this agreement.

e. If the parties fail to reach agreenent, the Union may request
formal negoti ati ons. The Union's request for negotiations will be made
within five (5) workdays of receipt of the requested information, and wll
contain the Union's witten proposal. |If the Union does not nake a tinely
request for negotiations it will be deemed to have waived such right. The
parties will nmeet on a nmutually-agreed to date to begin negotiations.

f. Negotiations shall take place between 0730 and 1600 hours, Monday
t hrough Fri day. There will be an equal number of representatives from each
party, normally not to exceed two (2), being in a duty status. If either
party requires additional representatives in attendance at the negotiations
the parties shall agree on the nunber to be in a duty status prior to the
negoti ati ons neeting.

ARTI CLE 7. UNI ON REPRESENTATI ON

Section 1. The Enpl oyer agrees to recognize a sufficient number of Union
representatives as nutually agreed to and one (1) Chief Steward and one (1)
Chai rperson authorized to conduct activities outlined in this agreenent.
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The Union shall supply the Enployer, in witing, and shall maintain with
the Enployer on a current basis, a conplete list of all authorized
representatives and the area they represent. The Enpl oyer agrees to post
the listings of Union representatives on official bulletin boards and to
publish listings of Union representatives in the Plan of the Wek, which is
distributed to all work areas. The Union will, whenever possible, avoid
appointing nore than one (1) representative from the supervision area of an
i mredi ate supervi sor.

Section 2. The Union will advise the Enployer of the areas of
responsibility of authorized representatives. The Chief Steward wll be
responsi ble for assignnents of representatives; to include re-assignnment,
relief, and re-appointnent. The Union agrees to keep the Enployer infornmed
of said changes as they occur. The Union representatives may receive,
investigate, present and process grievances on official time. They wll
al so advise enployees of rights and procedures outlined in the agreenent
and applicable regulations or directives for resolving grievances or
conplaints. Wien an investigation requires contact with any managenent
official, the representative nust identify himor herself and identify the
i ssue being brought to that official. Failure to do so will constitute
reason for any official to not agree to the neeting. Wien the Union needs
access to any file which is subject to the Privacy Act they nust have
witten permssion from the affected enployee(s). Such witten permssion
nmust be presented when requesting access to any such file.

Section 3. Union representatives will be allowed official time to perform
duties outlined in Section 2 above. \Wen Union representatives and
officials are required to |leave their assigned duties on appropriate
matters as discussed in Section 2 above they will request perm ssion from
their imediate supervisor. If the immediate supervisor is unable to

rel ease a representative at the requested tine, he or she will so advise
the representative and give an estimated release time. Upon conpletion of
each use of official tinme, the Union official will provide his or her
supervisor with an accurate record of the anobunt of official time spent in
performing representational duties. The Labor Relations Oficer and

Chairperson will review the records on use of official tinme periodically
and upon request, if there is reason to suspect abuse of official tine.
Section 4. The Enpl oyer agrees not to transfer Union representatives from

one work location or work shift to another unless such transfer is dictated
by conpelling work conmmitnments or it has been determ ned that the
representative possesses unique skills for a particular assignnent; needs
to acquire certain skills or to inprove chances for a pronotion; or is
affected by reduction-in-force procedures. Such actions wll be
coordinated with the Union in advance to allow the Union to concur or to
propose alternatives to ensure continuous representation of unit enployees.

Section 5. The Chairperson for the Union, or witten designee, will be the
sole point of contact in all matters of personnel policies, practices,
procedures and matters affecting conditions of enployment at FISCPS. In
case of absence of the Chairperson, the Union will designate an alternate
as the point of contact.



a. The Union Chairperson, or witten designee, is the only Union
representative at FISCPS with the authority to negotiate changes in the
agreenment on behalf of the Union

Section 6. The Enpl oyer agrees that the national officers of the Union

who are not active enployees of the FISCPS, may be admtted upon approva

of a request to the Enployer for the purpose of neeting officials of the
Uni on, or the Enployer during working hours. Such visits shall be governed

by security regul ations. Visits by these individuals wll be coordinated
with the Labor Relations O ficer of the FISCPS. The President of the Union
will contact the Labor Relations Oficer to advise of their presence

ARTI CLE 8. HOURS OF WORK

Section 1. The adm nistrative workweek is the cal endar week 0000 hours
Sunday through 2400 hours Saturday. The basic workweek w |l consist of
five (5) eight-hour day shifts, Mnday through Friday, inclusive, except in
those functional areas which require other shift work. Oher basic

wor kweek schedul es may be established under conditions where the Enployer
could be inpeded in carrying out its mssion, as determ ned by the
Commandi ng O ficer.

Section 2. The Enployer will make a reasonable effort to assign enpl oyees
to the basic workweek to the maxi mum extent possible by workl oad
comm tnents, facilities, and space.

Section 3. Basi ¢ wor kweeks other than Mnday through Friday will be
established in accordance with specific relevant provisions of 5 CFR 610
The Union will receive notification of establishnent of such workweeks in
advance.

Section 4. The Enpl oyer agrees that a reasonable effort will be nmade to
assign enployees to shifts on a voluntary basis. Enpl oyees assigned to
shifts will be in accordance with grade and position requirenents.

Section 5. Reasonable tine wll be allowed, consistent with the nature of

the work perforned, for enployees to clean up for protection of the
enpl oyees' health, government property, equipnment, or tools prior to lunch
break and at the end of the workday.

Section 6. If an enployee is required to work through his or her regular
lunch period, the appropriate supervisor may reschedule the enployee's
lunch period, job requirements permtting, provided such alternate |unch
period may not begin nore than one (1) hour prior to or nore than one (1)
hour later than the starting of the enployee's normal |unch period. Wer e
an enployee is required to work through his or her regular lunch period and
an alternate period is not scheduled, the enployee shall be permtted to
eat lunch at the job site in a pay status without interrupting the work in
progress.



Section 7. The Enpl oyer recognizes that during wnter nonths, sone areas
are nore heavily inpacted by snow and ice than other areas. The Enpl oyer
therefore agrees to grant admnistrative leave if the decision is made to
cease all but critical operations. If normal operations are nmaintained
during adverse weather conditions, a liberal leave policy will be applied
to those non-essential enployees who are heavily inpacted by adverse

weat her.

Section 8. There will be a 15 mnute rest period during the first half of
the work shift and a 15 mnute rest period during the second half of the
work shift for all enployees, unless enployees and supervisors agree to an
alternate procedure for taking an equival ent anount of break tine.

Section 9. When an enployee is required to work an extended period of tine
beyond his or her normal shift, the enployer w Il consider allow ng
reasonabl e rest breaks depending on the nature of the work and the safety
and personal health needs of the enployee.

Section 10. The flextinme program includes civilian enployees of FISCPS
and its annexes. This system all ows enployees to select and/or vary their
arrival and departure tines.

a. The follow ng basic requirenent nust be net:

(1) Each participating enployee nmust account for an eight (8)
hour day.

(2) Each participating enployee nust be present during core
time.

b. Mnagenent has the right to determ ne which enployee(s) wll be
excluded from participation in the flextime program and for what periods of
time their exclusion is effective. Enpl oyees excluded will be provided
with as nuch advance witten notification as possible, taking into
consideration the enployees' circunstances and the workload requirenents.
An enpl oyee may grieve the exclusion through the negotiated grievance
procedure.

(1) Permanent excl usion: If the enployee's presence on duty
during the basic shift is essential for the nmaintenance of FI SCPS
operations and efficiency; if the enployee has abused the flextinme program
if they are part-tinme enployees working |ess than eight (8) hours per day.

(2) Tenporary excl usion: If the enployee is required to travel
or is on TAD/ TDY or if enployee participation would conflict wth training.

C. Enpl oyees participating in flextinme will: post arrival and
departure tinmes including the break for lunch if taking nore than 30
m nut es.

d Al entries nust be in six (6) mnute increnents and account for
no nore than eight (8) working hours unless authorized by the supervisor
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Section 11. Enpl oyees may request an alternate work schedule in accordance
wi th governing instructions.

ARTI CLE 9. OVERTI ME

Section 1. Overtinme will be paid in accordance with applicable |aw and
regul ation.
Section 2. Overtine assignnents whenever possible will be distributed

fairly anong qualified enployees in accordance with their particular skills
and the need for overtinme work. The Enpl oyer agrees, upon request, to
relieve an enployee from an overtinme assignnment provided another gualified
enpl oyee is available and willing to accept the assignnent. The Enpl oyer
shall determ ne the nunbers and qualifications required for such overtine
work, shall determ ne the enployees that satisfy the requirenments and shal
sel ect and assign enployees to overtinme work accordingly, subject to the

provi sions of the agreenent. \Wen overtine is offered to an enpl oyee and
he or she is granted relief from the assignnent, the hours of overtine
declined will be considered as overtine hours for the purpose of

determning the equity of overtime distribution. Requests for release from
overtinme for valid emergency reasons shall be considered.

Section 3. In the assignnent of overtinme the Enployer agrees to provide
the enployee with as nuch advance notice as practicable in the
circunstances and further agrees to give due consideration to the

enpl oyee' s personal circunstances, subject to the paranmount requirenents of
fulfilling the mssion of the Activity.

Section 4. An enpl oyee designated to work overtine on days outside his or
her workweek will be advised of the possibility no later than 24 hours
prior to the end of his or her last shift before overtine commences, except
in cases of unforeseen energencies or circunstances.

Section 5. The Enployer will take into consideration the health and safety
of enpl oyees and the operation before assigning an enployee to work in
excess of 13 consecutive days.

Section 6. The Enpl oyer agrees to consider providing at |east four (4)
hours of work to an enployee who is requested to performirregular or
occasional work on an overtinme basis on a non-schedul ed workday. \Were the
services of the enployee are not required for this period of tinme, overtine
will be paid in accordance wth the call-back provisions of 5 CFR Part 550.

Section 7. Suitable records of overtime worked will be maintained on the
appropriate form The Enployer agrees to allow a Union representative to
i nspect existing overtinme records to the extent necessary to determne
alleged inequities in overtine distribution. Such requests by the Union
shall specifically identify the organizational section of the unit

enpl oyees i nvol ved.
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ARTI CLE 10. ANNUAL LEAVE

Section 1. Enpl oyees shall accrue annual |eave in accordance wth
appropriate regul ations. Subject to the manpower requirenments of the

Enpl oyer, approval of an enployee's request for annual |eave wll be
granted when his or her request is submtted with a mninmm of 24 hours
advance noti ce. Energency | eave requests will be decided on a case-by-case
basi s. Enpl oyees will be notified of action taken on their |eave requests
an soon as possible.

Section 2. The Enpl oyer agrees to schedul e approved |eave for vacation
purposes of at least two (2) consecutive weeks for enployees who earn 13
days annual |eave per year and of at least three (3) consecutive weeks for
enpl oyees who earn 20 days or nore, providing the leave is available and
providing the enpl oyees request this to be done not |later than the first of
April.

Section 3. Every reasonable attenpt will be nmade to satisfy the desires of
the enployee with respect to the approving of extended annual |eave for
vacat i ons. When the Enployer finds it necessary to cancel

previ ousl y-approved vacation |eave, the reasons for such cancellation wll
be given to the affected enployee(s) in witing. In no case wll
cancellations be nade with less than two (2) weeks advance notice unless
cancel l ations are necessary to perform energency or unforeseen work which

t he Enpl oyer nust acconplish to execute its functions.

Section 4. If the Enployer schedules or effects a shutdown of work for
vacation purposes, the Enployer will attenpt to provide work based on the
manpower requirenents of the Command for enployees who do not have annua

| eave credits. When the Enployer schedules or effects a shutdown, the unit
enpl oyees will be notified as soon as practical. Upon request, annua

| eave will be advanced in accordance with regul ations. An enpl oyee may
request |eave without pay in order to preserve annual |eave for vacation
purposes in lieu of the above procedures.

ARTI CLE 11. ADM NI STRATI VE LEAVE AND LEAVE OF ABSENCE

Section 1. Enpl oyees nmay be granted accrued annual |eave or |eave w thout
pay to accept tenporary |abor organization positions or to attend
conventions or neetings of |abor organizations as defined in the G vi
Service Reform Act of 1978, subject to the manpower requirenents of the

Enpl oyer. Enpl oyees may be granted |eave of absence with or wthout pay
for other purposes in accordance with the provisions of Title 5 of the Code
of Regul ati ons.

Section 2. Enpl oyees who are absent on approved |eave w thout pay for
periods of up to one (1) year shall accrue all applicable rights and
privileges with respect to coverage under the federal enployees group life
i nsurance and federal enployees health benefits program
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Section 3. In accordance with applicable regulations, an enployee shall be
al | oned excused tinme, W thout charge to |eave or |oss of pay, subject to
the identified manpower requirenents of the Enployer as hereinafter

provi ded:

a. Enpl oyees participating in exam nations for pronotions or
interviews for federal job opportunities within the comuting area held
during the enployee's regular work shift.

b. Uni on representatives nmay be excused to attend information or
orientation sessions as determ ned by the Egrloyer to be of nutual concern
or benefit to the Enployer and the Union. | 'such requests will be
submtted by the BMIC President, in witing, to a Labor Relations
Specialist in FISCPS HRO

c. Enployees who volunteer as blood donors (either to the blood bank
or directly to individuals) may be excused for this purpose, not to exceed
four (4) hours.

d. Each Union representative and supervisor will receive joint
contract training time to be used within 90 cal endar days of receipt of the
contract. The Enpl oyer agrees to nake suitable arrangenents for a training

room and equi pnent to facilitate this training.

ARTI CLE 12. SI CK LEAVE

Section 1. Enpl oyees shall earn sick leave in accordance with applicable
statutes and regul ations. Sick |l eave shall be granted to enpl oyees when
they are incapacitated for the performance of their duty by sickness,
injury, or pregnancy and confinement, or for nedical, dental, or optical
exam nation or treatnment, when a nenber of the imediate famly of the
enpl oyee is afflicted with a contagi ous disease or to care for an ailing
famly nenber or attend or nake funeral arrangenments for a famly nenber
Sick leave shall be admnistered in accordance with governing |aw and
regul ati on and the Human Resources Manual (FI SCPSINST 12000.1).

Section 2. An enployee who is absent on account of sickness shall provide
for notification to his or her imediate supervisor during the first hour
on the first workday of their absence, or as soon thereafter as possible,
giving the estimted duration of the absence. Such notification is not
justification for approval or disapproval of sick |leave. Second and third
shift enpl oyees shall provide notification to their departnent or shop
prior to 1500 hours on the day of the scheduled shift, or as soon as
possible, thereafter. Requests for sick |leave for nedical, dental, or
optical exam nation or treatnment shall be submtted for approval at |east
24 hours in advance unless it is of an urgent nature.

Section 3. In the event a supervisor has reason to believe that an

enpl oyee is inproperly using sick |eave, the supervisor wll counsel the
enpl oyee and provide a specified inprovenent period. The supervisor may
recomrend ot her counseling services to assist the enployee as appropriate,
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including the Civilian Enployee Assistance Program and may utilize

Uni on/ Managenment cooperation/partnering to assist the enployee in inproving
his or her attendance record. However, it is understood that the Enployer
has the right to require an enployee to furnish a nedical certificate for
each absence to be charged as sick leave if there is a belief that the

enpl oyee is abusing the sick |eave regulations. The requirenent to furnish
nmedi cal docunentation for each absence shall be provided to the enployee in
a Letter of Requirenent prior to its enforcenent. The Letter of

Requi renment will be issued for a specific period of tine ranging from six
(6) to 12 nonths and will be maintained by the supervisor who has the
authority to approve or disapprove sick leave. Prior to reissuance of a
Letter of Requirenment the supervisor will nmeet with the enployee and his or
her representative, if requested, to discuss the sick |eave usage and
reason(s) for reissuance.

Section 4. The Enpl oyer agrees to advance sick leave in accordance wth
applicable regulations to enployees who are incapacitated for duty because
of serious illness or disability, provided:

a. The maxi mum sick |eave for career and career-conditional enployees
shall not exceed 240 hours and an enployee holding a |limted appointnent
may be advanced sick leave only in the amobunt which will be earned during
the remaining term of his or her enploynent.

b. There is reasonable evidence, substantiated by a statenent from

the enployee's treating physician, that the enployee will be capable of
returning to work and fulfilling the full scope of his or her duties.
c. Sick leave will not be advanced to an enployee known to be

contenplating separation by retirenment or resignation

d. That all available accunulated sick |eave to the enployee's credit
is exhausted and all annual |eave over 80 hours, for 40 hours per week
enpl oyees, has been used.

Section 5. Wien the Enployer's nedical authorities assign a tenporary
nmedical limtation because of a work-related injury or illness, the

Enpl oyer will make every effort to place the enployee on a job within the
prescribed restriction. The enpl oyee may request to use sick |eave, annual
|l eave if available, or |eave wthout pay. For work-connected illness or
injuries, the enployee may apply for injury conpensation as provided by

| aw.

Section 6. Enpl oyees who need | eave due to personal or fam |y nedical
energencies nmay apply for donations of annual |eave under the FISCPS Annual
Leave Transfer Program  The need for annual |eave donations wll be
advertised in the Plan of the Wek at the enployee's request.
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ARTI CLE 13. ENVI RONVENTAL DI FFERENTI AL PAY FOR WAGE GRADE EMPLOYEES

Section 1. One of the Enployer's continuing objectives is the elimnation
or reduction to the |owest possible |level of all hazards, physica
hardshi ps and working conditions of an unusually severe nature. \Wen the
Enpl oyer's action does not overcone the unusually severe nature of the
hazard, physical hardship or working conditions, an environnenta
differential will be paid to the enployees exposed to such situations.

Even though an environnental differential is authorized, continuous
positive action must be taken to elimnate danger and risk which contribute
to or cause the hazard, physical hardship or working conditions of an
usual |y severe nature. Authorization to pay an environnental differentia
is not an approval of work practices which circunvent safety rules and
regul ati ons.

Section 2. Pay for environnental differential is authorized: (1) for
exposure to an unusually severe hazard which could result in significant
injury, illness or death; such as on a high structure when the hazard is

not adequately alleviated by mechanical equipnment or protective devices
bei ng used or on an open structure when adverse conditions such as
darkness, |lightening, steady rain, snow, sleet, ice or high wind velocity
exist; (2) for exposure to an unusually severe physical hardship under
circunstances which cause physical disconfort or distress not adequately
al l eviated by mechanical equipnment or protective devices being used; (3)
for exposure to an unusually severe working condition under circunstances

i nvol ving exposure to funes, dust or noise which cause significant distress
or disconfort in the form of nausea, or skin, eye, ear, or nose irritation
or conditions which cause abnormal soil of body and clothing, etc., and
where the distress or disconfort is not adequately alleviated by mechanica
equi pment or protective devices being used. Such exposures which are
unusual to a rating are not taken into consideration in the job grading
process, and additional pay for exposures to those unusual conditions is
provi ded through environnental differentials.

Section 3. It is agreed that enployees will be paid environnental
differentials, when warranted in accordance with the governing FI SCPSINST
12500 (series) which describes the work situations in the FISCPS, where
environmental pay is authorized. |Immediate supervisors will notify

enpl oyees of their entitlenent to environmental differential pay. I'f at
any time during a job assignnent an enpl oyee believes that an environnental
differential is warranted but is not being provided, the enployee should
call the matter to the attention of the imredi ate supervisor, who wl|

advi se the enployee whether the additional pay will be allowed. Any

conpl aint regarding application of the instruction not resolved by

di scussi on between the enployer, the affected enployee, and the steward, if
requested, may be processed under the Negotiated G ievance Procedure. The
addition of regulatorily approved environnental categories into FlISCPSINST
12500 (series) is a matter for negotiation between the Enpl oyer and the
Union as specified in Article 6 of this agreement.

Section 4. The establishment of new environmental categories, unrecognized
by both the Ofice of Personnel Mnagenent (CPM and FI SCPSINST 12500
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(series) but considered warranted by either the Enployer or the Union, my
be initiated by either party via appropriate channels to the OPM for
consi derati on.

Section 5. Menbers of the unit subjected to nore than one (1) hazard,
hardship or condition at the same tine, shall be paid for that exposure
which results in the highest environnental differential, but shall not be
paid nore than one (1) differential for the same hours of work. Enpl oyees
perform ng work on second and third shifts shall receive applicable shift
differential pay in addition to any environnmental differential pay

aut hori zed.

Section 6. Wen an environnmental differential is paid on the basis of al
hours in a pay status, mnenbers of the unit will also be paid the
differential during a period of overtime that occurs on the sane day. The
overtine pay will be one and one-half of the basic hourly rate, including
the environnental differential. When nenbers of the unit are paid an
environnmental differential on an actual exposure basis, they will be paid
that differential at the overtinme rate only if the exposure for which the
differential is authorized occurs during the overtine period.

Section 7. Environnental differential is included as part of the

enpl oyee's basic rate of pay and shall be used to conpute prem um pay such
as overtine and holiday work or the anount from which retirenment deductions
are made or on which group life insurance is based. Envi ronnent al
differentials are not included in |unp-sum annual |eave paynents or in
conputing severance pay. The anmount of the environnmental differentia
which is payable is determned by nultiplying the percentage rate

aut horized for the described exposure by the second step rate for G ade W&
10 on the current regular non-supervisory wage schedule for the area,
counting one-half cent and over as a full cent. The resulting cents-an-
hour anount is paid uniformy to each wage enployee in the unit who
qualifies for the authorized environnmental differential, regardless of the
grade |l evel of the wage enployee or the Federal Wage System wage schedul e
on which the enployee is paid.

Section 8. If an enployee is restored to his or her forner entitlenent for
environnmental differential pay as a result of an Enployer's acknow edgenent
that the Enployer's action in termnating the enployee's environnental pay
was i nproper, the restoration of pay shall be made retroactively effective
to the date of the inproper action.

Section 9. When an enployee is entitled to an environnental differenti al
pay on an actual exposure basis, the enployee shall be paid a mnimum of
one (1) hour's differential pay for the exposure. For exposure beyond one
(1) hour, the enployee shall be paid in increments of one-quarter hour for
each fifteen (15) mnutes and portion thereof in excess of fifteen (15)

m nut es.

Section 10. When an enployee is exposed at intermittent tinmes during a day
to a hazard, physical hardship, or working condition for which the
environnmental differential is paid on an actual basis, each exposure is
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considered separately and the anount of time exposed is not added together
before paynent is made for exposure beyond one (1) hour's duration, except
that pay for environnental differential may not exceed the nunber of hours
of active duty by the enployee on the day of exposure.

Section 11. Wen an enployee is exposed to a situation for which an
environnmental differential is authorized on the basis of hours in a pay
status, that differential wll also be paid during any period of absence on
paid | eave on the day on which the exposure occurs.

ARTI CLE 14. PROMOTI ONS
Section 1. The Enployer will utilize enployees' skills and potentials to
the fullest extent practicable. Enpl oyees wll be pronoted on the basis of

merit, wthout regard to race, color, religion, sex, age, national origin
or nmenbership in |abor organizations. This article concerns the practices
and policies for filling vacancies wthin the bargaining unit as defined in
Article 1. The overall objective of the Merit Pronotion Plan is to assure
that positions are filled wth the best qualified persons available and to
assure that all enployees have an equal opportunity to apply for
advancenent .

Section 2. The Uni on recognizes that the Enployer has the option of
filling positions by pronotion, or by methods other than pronotion, such as
appoi ntnment, reinstatenment, or transfer.

Section 3. Al merit pronotion vacancies to be filled within the

bargaining unit will be advertised through the issuance of announcenents
within the areas of consideration, including publication in at |east one
(1) issue of the "Plan of the Wek." Wen the area of consideration is
confined to the FISCPS, such announcenents will be open for at |east seven
(7) wor kdays. If the area of consideration is to be expanded,
announcenents will remain open as foll ows:

Commuting area - at |least 14 cal endar days.

West Coast or Nationwi de - at |east 21 cal endar days.
Announcenents may be extended at the option of the Enployer

Merit pronotion vacancy announcenents will contain the follow ng
i nformation:

a. Opening and closing dates; nethod of applying; EEO statenent;
area of consideration; position title, series and grade; organizationa
| ocation; sunmary of duties; job elenents on which applicants will be rated
and description of any special evaluation nethods to be used in rating and
ranki ng applicants.

b. If the position vacancy is a trainee position, upward nobility,
| ead-in position, or position with known pronotional potential, it wll
so stated in the vacancy announcenent.

be
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c. Any position or group of positions may be announced on an open
cont i nuous basi s.

Section 4.
a. Career and career-conditional enployees and those tenporary

enpl oyees with reinstatenent eligibility may apply under nerit pronotion
vacancy announcenents to the HRO on or before the closing date noted on the

vacancy announcenent. FI SCPS enpl oyees' applications for FISCPS positions
will be accepted at both HRO SUBASE BANGOR and HRFO FI SCPS until 1600 hours
on the closing date of the announcenent. The enpl oyee is responsible for

ensuring that an application reaches the HRO by the close of business on
t he announcenent closing date and for arranging for subm ssion of the
application during his or her absence on |eave or TDY. The enpl oyee is
al so responsible for assuring that the application includes experience,
training and education, and is up-to-date.

b. Enpl oyees absent for extended training, |eave, TDY, or detail
will be accorded automatic consideration by HRO if these enployees deliver
to HRO an Optional Form 612 or resune for each position for which they
desire consideration, prior to their departure.

Section 5. M ni mum qualification standards used for pronotion shall be the
standards prescribed by the Ofice of Personnel Mnagenent (OPM, including
provisions for in-service placenent. Al candidates who neet the
appropriate qualification standards as of the closing date of the
announcenent shall have basic eligibility for pronotion

Section 6.

a. For each position (or group of closely-related positions)
job-related evaluation criteria will be developed to provide a basis for
determ ning candi dates' potential for successful or highly-successful
performance in the position. Devel opment of realistic evaluation criteria
is the responsibility of the Enployer

b. Any or all of the follow ng nmethods which will contribute to
maki ng neani ngful distinctions anong candidates will be used for rating and
r anki ng:

(1) Evaluation of training and experience.

(2) Annual performance appraisal and any other evidence of past
per f or mance.

(3) Witten and/or performance tests, if applicable.
(4) Awards presented to enployee.

(5) Self-developnent efforts of enployee.
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Section 7.
a. Applicants will be ranked according to the follow ng categories:
(1) I neligible
(2) Qualified
(3) Hoghly Qualified

(a) Wien the highly qualified group consists of 10 or |ess
candi dates and there are no neaningful differences anong them all highly

qualified candidates will be considered best qualified. \Wen there are
more than 10 highly qualified candidates, |ength of service by service
conputation date, as used for reduction-in-force purposes, will be used if

necessary to break a tie after all other evaluating factors have resulted
in identical ratings anobng candi dates.

Section 8.

a. Three (3) to 10 of the best qualified of the highly qualified
group will be referred to the selecting official in alphabetical sequence
and wll be annotated as such. One (1) additional candidate may be

referred for each additional identical vacancy to be filled.

b. \Where ranking results in fewer than three (3) highly qualified
candi dates, the selecting official will have the follow ng options:

(1) The selecting official my select from the highly qualified
candi dates avail abl e.

(2) Announcenent may be cancel ed.
(3) Area of consideration nmay be expanded.

(4) Applicants rated qualified, but not highly qualified may be
referred.

c. As a mninum the selecting official will be furnished an
application for each candidate referred.

Section 9.

a. If one (1) applicant is interviewed, all other locally available
referred applicants in that group will be interviewed unless:

(1) The applicant is on extended |eave (in excess of one (1) _
week) and is outside the conmmuting area, or reasonable efforts to reach him
or her have been unsuccessful.

(2) The applicant is serving at a duty station outside the
commuting area from the location of the vacancy.
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b In any case where an applicant is referred and not interviewed

under one of the above, the selecting supervisor will record such
information on the Selection Roster. Reasonabl e efforts will be nmade to

| ocate enployees who are on leave within the commuting area at such time as
interviews are schedul ed. (Inability to |ocate an enployee will not serve

as a basis for enployees requesting an interview at a later date or for
filing a grievance).

c. Arrangenents for interviews will be nmade by the HRO

d.  The selecting official will be the first-line supervisor unless
ot herwi se desi gnat ed.

e. Notification as to who has been selected with reasons therefore,
will be provided by the selecting official to the HRO by conpleting the
Sel ection Roster. The HRO will notify all applicants in witing as to
their selection or non-sel ection.

f. Upon request, the information below will be furnished by the HRO
to any unsuccessful candidates and their representative in these groups:

(1) Qualified groups - reasons why they were not considered in
the Hghly Qualified G oup.

(2) Ineligible - specific information concerning how they failed
to nmeet the mninum standards.

- The HRO will publish the names of persons selected under nerit
pronotion vacancy announcements, other pronotion channels, and placenent
procedures in the "FISC Puget Soundings".

Section 10.

a. Enpl oyees are encouraged to discuss any dissatisfaction under this
article with their supervisors, the HRO Director, concerned selecting
officials or Union representative, prior to initiation of a fornal
gri evance. Conpl aints arising out of the operation of the Merit Pronotion
Pl an should be brought to the attention of the HRO Director, within 15
wor kdays after receipt of notification of non-referral or non-selection.

b. The procedures set forth in Article 24 of this agreement wl|
apply in the follow ng instance:

(1) An enployee alleges that the procedures set forth in the
pronotion plan were not followed or that his or her qualifications were not
properly evaluated against the requirenments of the position.

c. A conplaint based solely on non-selection from anong the Highly
Qualified candidates will not be adm ssible for consideration.
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d. An enployee unable to resolve his or her conplaint informally wll
be furnished information by the HRO of the formal procedures available to
hi m or her.

Section 11. Enpl oyees selected for pronotion will be notified pronptly of
their selection and paid at the pay level of their new position as soon as
practicable, normally on conpletion of the next pay period. An enployee
will be paid at the pay level of the position for which selected, starting
with the effective date of the pronotion, in accordance with applicable
regul ati ons.

ARTI CLE 15. ASSI GNMVENT  OF WORK

Section 1. Enpl oyees will be assigned to work taking into account the

m ssion of the FISCPS, and other duties which are consistent with the

m ssion of the FISCPS, as needs energe. The term "other duties as

assi gned" shall not be construed as neaning a significant portion of the
work performed at a higher level or outside of their primary classification
for an extended period of tine.

Section 2. A detail is an assignnment on a tenporary basis of an enpl oyee
to perform duties not covered by the official description or definition of
his or her position or rating to another position or rating for the
tenmporary periods of tinme authorized by OPM and Enpl oyer regul ations.
Details nmay be nmade appropriately under circunstances such as foll ows:

a. To neet emergencies occasioned by abnormal work |oad, change in
m ssion or organization, or unanticipated absences such as sick |eave or
emergency annual | eave.

b. Pending official assignnments, pending description and
classification of new positions, pending security clearance, and for
training purposes.

Section 3. It is agreed that no detail will be nade to evade the principle
of recruitnment through nerit pronotion. Normal |y, details (in 120 day
increments) will last no nore than one (1) year (except for A-76
situations). The Enpl oyer assumes the responsibility for the continuing

effort to secure necessary services through use of appropriate personnel
actions.

Section 4. The supervisor is responsible for ensuring that a Request For
Personnel Action (SF-52) is initiated for a detail of 30 days or nore. If
a detail is for less than 30 days, the supervisor may elect to give the
enpl oyee a witten nmeno of the detail, but it is not required and it is not
filed in the enployee's Oficial Personnel Folder

Section 5. The use of a detail will not be made to evade or conprom se

open conpetitive principles of merit pronotion. \Wien an enployee is
assigned to a higher level position in excess of 14 cal endar days, a
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tenmporary pronotion will be nade effective the first day of the assignnent,
except when it is procedurally inpossible to do so.

Section 6. Enpl oyees who work double shifts (16-plus hours) should not be
required to return to duty for at |east eight (8) hours. he supervi sor
will consider adjusting the shift hours to acconplish this end.

ARTI CLE 16. DEVELOPMENT AND REVI EW OF POSI TI ON AND JOB DESCRI PTI ONS

Section 1. Wen an enployee alleges inequities in his or her position
classification of job rating, he or she shall be furnished information on
the appeal rights and procedures by the HRO. He or she may elect to be
represented or assisted by a Union representative in discussing the natter
with his or her supervisor or with representatives of the HRO in review ng
classification standards or rating definitions that pertain to his or her
rating or position, or in pursuing an appeal.

Section 2. An enployee request for a current copy of his or her job _or
position description should be made to the first |evel supervisor. The
Enpl oyer will provide the Union with a current copy of job descriptions of
nmenbers of the unit on a case-by-case basis.

Section 3. It is agreed that the Enployer will advise the Union when a job
rating is to be changed to a lower pay level, and at least 30 calendar days
prior to effecting a personnel action

ARTI CLE 17. DI SCI PLI NARY ACTI ON

Section 1. Al disciplinary actions shall be taken for just cause
Disciplinary actions nmay be grieved in accordance with Article 24 of this
agr eenent . The enployee will be provided an extra copy (marked "Union
copy") of all witten disciplinary actions, including proposed actions. |If
personal delivery cannot be nade to the enployee, the disciplinary action
will be nailed to the enployee's |ast known address along with an extra
copy for the enployee to deliver to the Union at his or her discretion

Section 2. The parties agree that enployees have the right, should they so
request, to Union representation as defined in Article 7 of this agreenent,
and shall be notified of that right periodically in the FISCPS Plan of the
Week. Such notification shall be included in all witten disciplinary
actions, including proposed actions.

Section 3. Noti ce of adverse action decisions shall be delivered to the
enpl oyee as soon as practical, but at least five (5) workdays prior to the
effective date. \When circunstances are such that the retention of an

enpl oyee in an active duty status in his or her position may result in
damage to CGovernnent property or nay be detrinental to the interests of the
Government or injurious to the enployee, his or her fellow workers, or the
general public, the above five (5) day requirenent will not apply.
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Section 4. The Enpl oyer will counsel enployees in private whenever

possible and wll not effect oral adnonishnment in the presence of others.
Section 5. In the case of any formal witten disciplinary action, the
enpl oyee will be nade aware of any files, folders, supervisory files,

and/or records being used to support or substantiate the action

I ndi vi dual supervisory files, maintained with the enployee's know edge of
the file and its contents, may also be used to substantiate such action
Al'l docunents on which the decision to take disciplinary action is based
will be nade available to enployees and, if the enployee requests, to his
or her representative.

Section 6. Were an enployee is assigned to a restricted area and his or
her security clearance is challenged, he or she may be reassigned to duties
in a non-sensitive area pending the results of the appeal fromthe

chal | enge. The Union will be informed of any proposed adverse action as a
result of the challenge.

Section 7. Al disciplinary actions wll be initiated and taken in a
timely manner.

ARTI CLE 18. HEALTH AND SAFETY

Section 1. The Enployer will exert every reasonable effort to provide and
mai ntain safe working conditions and industrial health protection for the
enpl oyees. The Union agrees to cooperate with the Enployer in maintaining

and inproving safe working conditions and practices. The Enployer wll
assure that periodic inspections of all agency work places are perforned,
usi ng appropriate procedures and personnel

Section 2. Each enployee has a primary responsibility for his or her own
safety and an obligation to know and observe safety rules and practices as

a measure of protection for himor herself and others. Enpl oyees wi Il be
encouraged to submt suggestions which will offer practical and feasible
ways of inproving the work areas and conditions. In addition, enployees

having a health and safety concern have the duty to request safety

i nspections of their areas. An enpl oyee who requests a safety inspection
will identify the specific area, equipnent or practice believed to be
unsafe to facilitate the inspection and to ensure that the Safety O ficer
brings the proper equipnent and technical personnel to evaluate the area of
concern. Any enpl oyee who requests a safety inspection shall be allowed to
observe the inspection and may be acconpanied by a Union representative, if
S0 requested. Copies of the results of enployee-initiated inspection

reports will be provided to the Union upon request.
Section 3. Enmpl oyees will also be alert to observe unsafe practices,
equi pnment and conditions in their areas. Such practices, equipnment or

conditions should be reported to the supervisor, Division Director
Departnment Head, or Safety Ofice. The Union agrees to present concerns
pertaining to unsafe practices, equipnment or conditions to the appropriate
| evel of supervision for consideration and resol ution.
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Section 4. The Enployer will identify those work areas, practices,
procedures and materials which have a potential for being hazardous. The
Enpl oyer agrees to inform the Union and affected enployees when a new class
of materials or processes considered hazardous to enployees' health are to
be used or stored or handled at the FI SCPS.

Section 5. Bi -weekly stand-up safety neetings will be held for ungraded
enpl oyees. Al'l avail abl e enployees w il participate.

Section 6. Al enpl oyees nmay be given recurring training on
safety/operation of equipnment and hazardous material with which they are
wor ki ng. The Enployer will attenpt to ensure that new enpl oyees are
trained on the safety/operation of equipnent and that adequate orientation
is provided for all enployees concerning the hazardous materials wth which
t hey are working.

Section 7. Safety shoes will be provided by the Enployer in accordance
wth the current FISCPS Instruction.

Section 8. The Enpl oyer agrees that no enployee shall suffer reprisal or
other punitive action for requesting safety inspections, reporting safety
violations or making any health or safety suggestions.

Section 9. The Enployer and the Union will make every effort to prevent
accidents of any Kkind. The Enployer will ensure that pronpt energency
transportation and first aid wll be provided on all shifts. The prine
consideration will be the welfare and confort of the injured enployee(s).
Enpl oyees will, as soon as possible, notify their supervisors of any and
all accidents occurring during their work shift. Supervisors w |l

i medi ately investigate any reported accident, and initiate action to
correct any hazardous condition and render any required report.

Section 10. The Union will be notified, by Code 05 or designee, wthin
three (3) workdays of any lost tinme work injury.

Section 11. The Union will be notified as soon as possible in
the event of accidents or hazardous conditions occurring in the work place.

Section 12. The Enployer will maintain records of enployees who are
exposed to airborne contam nates in excess of accepted standards. Peri odi c
physi cal exami nations will be given to enployees as required by the NAVOSH
standards or appropriate Departnent of the Navy regul ations. The Uni on
will be given access to the results of such exam nations for exposure to

ai rborne contam nat es.

Section 13. Upon request, the Union will be provided copies of all
rel easable Safety and Health Reports generated by the FI SCPS.

Section 14. The Enpl oyer agrees that in cases where enployees are exposed
to a hazardous atnosphere, the enployees will be evacuated from that area
until the hazardous atnosphere has subsided or the Enployer has issued to
t he enpl oyees appropriate personal protective equipnent for the hazardous
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at nosphere invol ved. The Enployer agrees that the supervisors wll
evacuate areas based upon the advice of the Safety Manager or in his or her
absence, the Naval Hospital Industrial Hygienist. Supervisors have the
responsibility to inmedi ately evacuate a suspected contamnated area, if,
in their judgenent, evacuation is required, prior to the arrival of the
Safety Oficer or Industrial Hygienist.

Section 15. Dress standards will be inposed on enployees only for reasons
of safety. Al enployees are expected to dress appropriately for their
wor k envi ronment.

Section 16. Included in the training of each unit enployee will be an
outline of the procedures and requirenents for applying for benefits under
FI SCPSI NST 12000. 1.

a.  The HRO will provide a copy of that portion of FISCPSINST 12000. 1,
or replacenment instruction(s), concerning the Wrkers' Conpensation
Program to any enployee requesting it, wthin five (5) workdays of such a
request.

b. In accordance with the HRO Manual, the staff of HRO Central
Services Division, wll provide advice and assistance regardi ng FECA

ARTI CLE 19. TRAI NI NG

Section 1. The Enployer and the Union agree that the training and

devel opment of enployees within the unit is a matter of primary inportance
to the parties, and through Enployer-Union cooperation, the parties shall
pronote the training and devel opnment of enpl oyees.

Section 2. I f individual devel opnent plans are made, it is agreed that
both the supervisor and the enployee will participate.

Section 3. The Enpl oyer agrees that all mandatory correspondence courses
will be shipped directly to FISCPS and the enployee will check out the
package and sign and date the material received fromthe Training Ofice.

ARTI CLE 20. PUBLI CI TY

Section 1. The Enployer will provide the Union a bulletin board on the
second floor of building 467 for posting notices of neetings, recreational,
or social affairs, elections, results of elections or other appropriate

literature. If the Enployer challenges the appropriateness of material
posted, the Chairperson and a Labor Relations Specialist shall neet and
attenpt to nutually agree. I f agreenment cannot be reached, the issue shall

be referred to the Partnership Council.

Section 2. The Chairperson and a Labor Relations Specialist wll
periodically survey work spaces and determne other bulletin boards to
accommodate both official and unofficial notices for Union postings under
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the unofficial side of bulletin boards. Bul l etin boards shall be |abeled
as "Oficial" and "Unofficial" and Union postings under "Unofficial" wll
be reviewed by the cognizant Departnent Head and the Labor Rel ations
Speci al i st.

ARTI CLE 21. PERSONNEL MOVEMENT | N REDUCTI ON-1 N-FORCE (RIF) SITUATI ONS AND
REHI RI NG
Section 1. The Enployer will, in an effort to mnimze or avoid a RIF,

consider‘the reassignment or transfer of enployees to avail able vacancies
for which they are qualified or may becone qualified wthin a reasonable
anount of tinme when it is the Enployer's decision that such vacanci es be
filled.

Section 2. The Enpl oyer agrees to notify the Union of the necessity for a
RIF as far in advance as practicable and of the reasons therefore and prior
to subm ssion of the request. The Enpl oyer also agrees to inform the Union
of the affected conpetitive |evels and the nunber of enployees affected,
when this information is avail able.

Section 3. It is agreed that the Enployer, to the extent consistent with
the Activity's nmanpower requirenents, W Il nmake a reasonable effort to
reassi gn enpl oyees whose positions are elimnated due to automation or
adoption of |abor-saving devices. It is agreed that the Enployer will nmake
a reasonable effort to train enployees, where necessary for reassignnment,
whose positions are elimnated because of automation or adoption of |abor-
savi ng devices, provided the cost of such training is not prohibitive, and
if the enployee has the necessary aptitude as determ ned by the Enpl oyer

Section 4. \Wen advance know edge of the inpact of pending changes in
function, organization, and mssion is available, it shall be the
responsibility of the Enployer to plan for the retraining of enployees

i nvol ved whenever feasible. Every practical effort will be made to utilize
enpl oyees and to enter into training agreenents with the OPM in order to

pl ace enpl oyees where their services can be effectively used.

ARTI CLE 22. Cl VI C RESPONSI BI LI TI ES

Section 1. Enpl oyees receiving notification of jury duty service, may
contact the HRO for information pertaining to pay and all owances.

Enpl oyees will pronptly notify their inmediate supervisor upon receiving

notice of their having been selected for jury duty. The enpl oyee w |l
present the Enployer a signed jury timecard or other satisfactory evidence
of the tine served on such duties. An enployee serving as a juror in a
state or nunicipal court nust collect all fees and the gross sum of fees
received nust be turned in to the Activity. Allowances received for neals,
transportation, etc., may be retained by the enployee.

Section 2. The Enployer and the Union nutually agree that the enployees in
the unit may participate in charity drives endorsed by the Secretary of the
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Navy for solicitation in the FISCPS. In no instance shall the Enpl oyer or
the Union exercise pressure on an individual enployee to contribute or not
to contribute to a charity, nor will any reprisal action be nade against an
enpl oyee who refrains from contri buting.

ARTI CLE 23. COW TTEE ASSI GNVENTS

Section 1. The Enpl oyer agrees that the Union nmay select representatives
fromthe unit for assignnent to conmttees as identified bel ow and on
appropriate boards and conmttees as forned. Nanes of Union
representatives wll be provided to the Enployer in witing.

a. Enpl oyee Recreation Association - 1 nenber

b. Shop OSH Conmittees - 1 nenber

C. Incentive Awards Conmittee - 1 nenber
Section 2. The Union agrees to distribute the Union nenbership anong its
representatives so that no single workspace bears the responsibility of

furni shing an enployee to attend all neetings and conmttee/board neetings
and duti es.

ARTI CLE 24. GRI EVANCE PROCEDURE

Section 1. This article provides for an orderly and exclusive procedure
for the processing of the enployee, Enployer and Union grievances.

Section 2. This procedure applies to all matters subject to grievance
procedures allowable under the Cvil Service Reform Act of 1978 (Public Law
95-454) except:

a. Any clained violation of subchapter 11l of chapter 73 of Title V,
US C (relating to prohibited political activities).

b. Retirement, |ife insurance, or health insurance.

C. A suspension or renoval concerning adverse actions initiated
because of failure to qualify for security clearances.

d. Any exam nation, certification or appointnent; or

e. The classification of any position, which does not result in the
reduction in grade or pay of any enpl oyee.

f. Performance ratings whose overall rating is other than fully
successful, mnimally successful or unacceptable on one performnce
el enent .

g. I ncentive awards.
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h. Non-selection for pronotion

i. Renoval of probationary enployees.

j. Termnation of tenporary appointnents.
k. EEO conpl ai nts.

1. Any termnation of benefits under Subchapter VI of Title VIII of
CSRA (grade and pay retention).

m Letters of Caution or Requirenent. (The enpl oyee may grieve the
factual content.)

Section 3.

a. Gievances may be presented and processed by: (1) an enpl oyee
represented by the Union; (2) the Union on behalf of an enployee; (3) an
enpl oyee on that enployee's own behalf; (4 the Union on its own behal f; or
(5) the Enployer

b. In the event that an enployee chooses to file a grievance on his
or her own behalf, he or she may do so wthout the intervention of a Union
representative as long as: (1) Managenent notifies the Union of the filing;
(2) the Union has the opportunity to be present at any grievance neetings,
and (3) the Union receives copies of any witten decisions. The steps of
this grievance procedure will be followed. Enpl oyees who are self-
represented are not entitled to initiate arbitration

C. It is agreed by both parties that early and pronpt resolution of
probl ens and conplaints is desirable and attenpts for resolution should be
initiated at the | owest appropriate supervisory |evel

d. It is understood that the original copy of the grievance formis
the property of the Union and as such nust be returned to the Union at each
step of the grievance procedure. Gievance fornms filed in "enployee only"
grievances are the property of the grievant.

Section 4. No supervisor or manager having decision-making authority in a
succeeding step of the grievance procedure will participate in a grievance
neeting of the aggrieved and subordinate supervisor or mnmanager until the
grievance has reached his or her |evel. Thi s does not prevent an enpl oyee
from maki ng use of the conmmand or a departnmental open-door policy.

Section 5. If the Union President or Chairperson or appropriate nmanagenent
official believes the grievance could be resolved through the use of
alternative dispute resolution (ADR) procedures, and w shes to pursue this
process, they wll contact the other party via a Labor Relations Specialist
in the FISCPS HRO to review the grievance to discuss whether the ADR
procedure is appropriate. If all parties, including the grievant, agree
that ADR is the appropriate course of action, it will be will be conducted
in an expeditious manner. Di scussion of ADR will not suspend any tine
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frames in this article; however, if the parties conmt to proceed wth an

ADR process, grievance processing tinme franes will be suspended until the
date of the final ADR action. If the grievance process is to continue,
time frames will imediately conmence at the point at which the conm tnent

to the ADR process was nmade.

Section 6. Al grievances filed under this procedure nmust be filed within
15 workdays of the occurrence of the matter being grieved or the grievant
beconmes aware of being aggrieved and nust be submtted in witing on the
agreed-to grievance form Unl ess otherwi se stated herein the follow ng
steps will be followed in submtting grievances.

(Step 1.) Gievances nust be submtted in witing on the agreed-to
grievance formp with all applicable areas filled out, including, but not
l[imted to, the exact nature of the grievance issue(s); the date of the
occurrence, the specific procedural errors and/or negotiated agreenent
provisions alleged to have been violated and the specific relief sought.
The enpl oyee or Union representative will submt the grievance formto the
grievant's inmediate supervisor or manager responsible for rendering the
decision/action, or to the appropriate managenent official as directed in
sections (7), 8 and 9 of this article. The managenent official wll
schedule a neeting, to attenpt resolution of the grievance, within five (5)

wor kdays follow ng receipt of the grievance form Wtnesses will not be
permitted during this step of the grievance process. Wthin five (5)
wor kdays followi ng the neeting, the managenent official will provide a

witten grievance decision.

(Step 2.) In the event the grievance is not resolved during step one (1)

of this process, the original witten grievance my, wth no additional
matters, be referred to the FISCPS Conmmanding O ficer, within 10 workdays
of receipt of the step one (1) decision. The grievance nust include a copy
of the step one (1) witten decision and specific, witten reasons for

di ssatisfaction with the step one (1) deci sion. The Conmmanding O ficer, or
designee, Wl schedule a neeting to attenmpt resolution of the grievance
within 10 workdays followi ng receipt of the step two (2) grievance. The
parties may present such necessary, non-duplicative docunentary evidence to
fully present the facts. Non-duplicative w tnesses who have direct, first-
hand know edge of the grievance issue(s) may be requested. Requests for
specific witnesses will be submtted in witing to a FI SCPS HRO Labor

Rel ations Specialist within two (2) workdays of the Union receiving
notification of the scheduled neeting and will include a sumary of the

evi dence to be presented. Wthin 10 workdays follow ng the neeting, the
step two (2) deciding official wll provide a witten grievance deci sion.

If the Step two (2) decision is not satisfactory, the Union may elect to

i nvoke arbitration using the procedures outlined in Article 25 of this

agr eement .

Section 7. Gievances related to disciplinary/adverse actions wll be

initially filed wwth the managenent official one (1) |evel above that
official rendering the action/decision at issue.
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Section 8. Gievances pertaining to Performance Appraisals wll be
initially filed with the reviewng official

Section 9. Gievances pertaining to nerit pronotion actions wll be
initially filed with the HRO Director or the selecting official as
appropri ate.

Section 10. Enpl oyees filing safety and health conplaints through the DON
system will not be precluded from filing grievances concerning that sane
violation through this grievance procedure.

Section 11. All time |limts specified by the grievance procedure can be

extended by agreenment of both parties. Requests for extended tine nust be
made prior to expiration of the relevant tine frame and will be processed
t hrough the Union Chairperson and the Labor Relations Specialist assigned
to facilitate the grievance process. Agreenent will be forthcom ng unless
reasons exist for denying such extension. Any grievance that is not filed
or appealed within the stated or extended tine limt shall be considered

cl osed. Failure of the Enployer to neet the tinme Iimts prescribed shall
constitute cause to nove the grievance to the next step, or arbitration if
at the second step, and so desired by the Union. If the enployee or the

representative fails to attend a scheduled grievance neeting for other than
good cause, the deciding official may make a decision based upon the

i nformation avail abl e. If a deciding official fails to attend a schedul ed
grievance neeting the Union may nove the grievance to the next step, or
arbitration if at the second step, and so desired by the Union

Section 12.

a. Union grievances wll be originated in the second step of the
gri evance procedure by the Union President or designee. Presentation of
the witten grievance wll be nade wthin 15 workdays follow ng the
grievable event, or know edge that such event occurred or is scheduled or
occur. Upon recei pt of such grievance, the procedures and time limts of
the second step wll apply.

b. Enpl oyer grievances wll be originated in the second step of the

gri evance procedure by the HRO Director, or designee, presenting the
witten grievance to the Union within 15 workdays followng the grievable
event, or know edge that such event occurred or is scheduled to occur.
Upon receipt of such grievance, the procedures and tine limts of the
second step will apply.

Section 13. The Enployer and the Union agree that when several enployees
have an identical grievance (where no individual variations are involved),
the Enployer and the Union will call the aggrieved enpl oyees together and
the Union will select one (1) case for processing under the grievance
procedure. The enpl oyees will be advised that in processing one (1)
grievance for the group, the decision on the case selected wll be binding
on all affected enpl oyees. Names of all enployees involved in this
procedure will be nade a part of the record of the case selected for
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processi ng and when any decision is nade on the grievance, each enpl oyee
will be individually notified.

Section 14.

a. The Enployer and the Union agree that at the option of the
enpl oyee, they may appeal adverse actions either to the MSPB or through the
negoti ated grievance procedure, but not both. The enpl oyee is considered
to have made a non-revocable choice at the tine the witten grievance is
filed under the negotiated procedure or the witten appeal under the
appropriate statutory procedure.

b. In the event an enployee w shes to appeal an adverse action under
this negotiated grievance procedure in lieu of the appellate procedure as
set forth in Section 7701 of the Act, the appeal shall be reduced to
witing on the grievance form The grievance shall be entered directly at
the | evel above the deciding supervisory level within 15 workdays follow ng
the enployee's receipt of the decision in response to the enployee's reply
to the adverse action proposal. On recei pt of such grievance the
procedures and time |imts of the appropriate step wll apply.

Section 15. The Enployer and the Union agree that if at any time during
the grievance procedure the grievant resigns their position for other than
adverse reasons, the grievance is inmmediately considered closed and not
subject to further processing in the form of an enpl oyee grievance.

Further, the Enployer and the Union agree that if at any point in the
grievance procedure the grievant is awarded the personal relief sought, the
grievance is considered closed.

ARTI CLE 25. ARBI TRATI ON

Section 1. Only grievances which have been processed through the grievance
procedure in accordance with Article 24 may be appealed to arbitration

Section 2. Arbitration may be invoked only by the Enployer or the Union

Section 3. If the decision at the second step of the grievance procedure
does not satisfactorily settle the grievance, and either party desires to
submt the grievance to arbitration, the appealing party shall, within 30

cal endar days of receipt of the second step disposition, serve upon the
other party a witten notice of intent to arbitrate.

Section 4. Wthin seven (7) workdays from the date of receipt of the
arbitration request, the party requesting arbitration shall neet with the
other party to pick a mutually-agreed upon arbitrator. If the parties
cannot nutually agree on a arbitrator, the appealing party wll request

that the Federal Mediation and Conciliation Service submt a list of five
(5) inpartial persons to act as arbitrators. The parties shall neet within
five (5) workdays after the receipt of such a list. I f they cannot
mutual |y agree upon one (1) of the listed arbitrators, then the Enployer
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and the Union will each alternately strike one (1) arbitrator's name from
the list of five (5) and shall then repeat this procedure. The remaini ng
nanme shall be the duly selected arbitrator

Section 5. The arbitration hearing shall be held during the regular day
shift work hours of the basic work week and all enployee representatives,
grievants and enpl oyee wi tnesses, who are nenbers of the unit, shall be in
a pay status w thout charge to annual |eave while participating in the
arbitration proceedings, if they would otherwise be in a pay status. It is
understood and agreed that paynent in accordance with this section that
overtinme or conpensatory tinme will not be paid for tinme involved in the

pr oceedi ngs.

Section 6. The arbitrator will schedule a hearing after giving due notice
to the parties. At such hearing, the testinmony wll be limted to such
material facts as are in dispute and to such material argunent as the
arbitrator considers to be necessary and proper. Al other procedures
relating to arbitration shall be determned by the arbitrator

Section 7. Arbitration hearings wll be held on the Enployer's prem ses.

Section 8. The process of arbitration will be carried out as expeditiously
as possible with a request that, whenever practicable, the arbitrator wll
render the decision, in witing, within two (2) calendar weeks after fully
taking the matter under subm ssion by sending copies of the decision to the
Commanding Officer and to the Union President or designee.

Section 9. The arbitrator shall be prohibited from adding to, nodifying,
or subtracting from the terns of this agreement or any supplenental witten
agreenent of the parties.

Section 10. The decision of the arbitrator shall be binding. I f either

party takes exception to the decision, it shall, wthin 10 cal endar days,
notify the other party in witing of its intent to appeal the decision to
t he Federal Labor Relations Authority.

Section 11. Gievances which are appealed to arbitration and which contain
continuing liability shall be given priority over all other grievances in
the arbitration procedure at that tine.

Section 12. Should a dispute arise as to the grievability or arbitrability
of a grievance, that issue shall be submtted to the arbitrator, as a
t hreshol d issue, for decision

Section 13. The arbitrator's fee and the expenses of arbitration will be
shared equally by the Enployer and the Union. Either party may request a
copy of the transcript and bear the cost thereof. If the other party
desires a copy of the transcript, they wll reinburse the other party for
one-half the cost of the transcript.
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ARTI CLE 26. VOLUNTARY ALLOTMENT OF UNI ON DUES

Section 1. The Enployer and the Union agree that the follow ng provisions
and tinme franes are applicable as long as the payroll function remains
under the Enployer's control; and that a reasonable effort will be nmade to
keep tine frames and provisions in the event the payroll function noves to
anot her command.

a. Uni on dues shall be deducted by the Enployer from an enpl oyee's
pay each pay period when the follow ng conditions have been net:

b. The enpl oyee has voluntarily authorized such a deduction on the
Standard Form 1187, Allotnent Form

C. The enpl oyee's earnings are sufficient, after all other |ega
deductions, to cover the full anmount of the allotnent.

d. Section A of the Allotnment Form has been conpleted and signed by
an official of the Union and the form has been received by the Payrol
Ofice.

Section 2. There is established a nultiple-dues structure. The Enpl oyer
shall deduct Union dues in the anmobunt |isted on the Standard Form 1187
signed by an enployee of the unit for which the Union holds exclusive
recognition.

Section 3. The Union shall be responsible for ensuring that the Allotnent
Form is provided and nade available to the nenbers, and shall ensure that
the enployees are fully informed concerning the program for payroll
deduction of Union dues, its voluntary nature, the uses of the required
form and the procedure for revocation of allotnents.

Section 4. Deduction of Union dues shall begin with the first pay period
whi ch occurs after receipt of a correctly executed Allotnent Form by the
Payroll O fice. However, such fornms nust be received by the Payroll Ofice
not later than three (3) workdays prior to the beginning of the aforesaid
payrol | period. Enpl oyees may not request the deduction from their
earnings of dues to nore than one (1) Union

Section 5. If the anobunt of regular dues is changed, the Labor Rel ations
Oficer will be notified in witing by the Union. The Labor Relations
Oficer will be advised two (2) weeks prior to any proposed effective date.

The notification must contain the nanes of the enployees effected, both the
old and new dues rate for each enployee and the pay period the change is to
be effective. The anended anount will be wthheld effective with the
payroll for that pay period followng the pay period during which the
notice is received by the Labor Relations Oficer, unless a later date is
speci fied by the Union. Any change in the anmount of a deductible for
optional benefits sponsored by the Union will be admnistered in the sane
manner as above. Such changes shall normally not be nmade nore frequently
than once in 12 nonths.
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Section 6. The dues shall be transmtted by the Payroll Ofice to the
Treasurer of the Union, by check, not later than 10 workdays after the
close of the pay period in which the deduction was made. Wth each
remttance, the Payroll Ofice shall provide the Union with two (2) copies
of the conputer print-out, containing the following information, as a

m ni mum

a. Nanes and payroll nunber of each enployee for whom dues are being
deducted and the anount of each deducti on.

b. Total nunber of enployees for whom dues were w thheld.
c. Total anount withheld.

Section 7. Revocation forms, Standard Form 1188, Revocation of Voluntary
Aut hori zation for Allotnent Conpensation for paynment of Enployee

Organi zation Dues, W Il be nade avail abl e. Such revocation wll not be

ef fective, however, wuntil the first full pay period following one (1) year
fromthe date the first deduction was nade by the Payroll Ofice, provided
the formis received by the Union in a timely fashion. Tinely fashion -
the tinme necessary for the Union to process the request and forward it to
the Payroll Ofice to effectuate the stoppage. Thereafter, such revocation
will not be effective until the first full pay period follow ng any
successive anniversary date, provided the form or request is received in a
timely fashion as noted above.

Section 8. An enpl oyee's voluntary allotnent for paynment of his or her
Uni on dues shall be terminated with the start of the first pay period
following the pay period in which any of the follow ng occur:

a. Loss of exclusive recognition by the Union.
b. Separation of the enployee fromthe Unit.

C. Upon receipt of notice from the Union that the enployee is no
| onger a nenber in good standing.

Section 9. The Union shall pronptly furnish the Enployer, and maintain on
a current basis, a certification of the ampbunt of dues and the nane and
address of the official of the Union authorized to certify Section A of
Standard Form 1187 on behal f of the Union.

Section 10. This agreenment for Voluntary Allotnent of Union dues shall
continue in full force and effect for as long as the Union continues to be
recogni zed by the Enployer on an exclusive recognition basis for the

enpl oyees i nvol ved.

ARTI CLE 27. PERFORVANCE APPRAI SALS

The parties agree to retain the following provisions as an interim
agreenent until receipt of the forthcomi ng DOD Performance Appraisal
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Program Upon receipt of a DOD Perfornmance Appraisal Program the parties
w Il review and recommend changes to the Partnership Council. Subsequent
changes to this Article will be annotated by Menorandum of Agreenent

bet ween the parties.

Section 1. The determi nation of work plans and performance standards is

the responsibility of and is reserved to nmanagenent. I nformal discussions
between the enployee and supervisor concerning work plans and perfornmance

standards are a normal part of supervision and will occur to elicit

enpl oyee input regarding performance criteria. Enployees will be given an

opportunity to participate in the devel opnment of the perfornmance standards
and the work plan for each position through discussions between the
supervi sor and the enployees. Wthin 10 workdays of the beginning of the
apprai sal period the Enployer will furnish the enployee a copy of the
Performance Standards which wll include the performance elenents and work
pl an. For newy appointed and pronoted enployees, perfornmance standards
will be communicated in witing within 10 workdays after entrance into the
position. Changes to established performance el enents or work plans shal
be given to the enployee in witing. Supervisors wll discuss any changes
to existing work plans and review established new work plans with their
enpl oyees.

Section 2. Al enployees will receive a performance appraisal which wll
be based on a conparison of enployee performance with the performance
standards established for their position. Performance appraisals wll be
in witing, normally conpleted on an annual basis, and submitted within 30
cal endar days after the end of the appraisal period. Per f or mance
appraisals will be discussed with enployees in private during the nonth in
which the rating is due. A block will be provided on the Appraisal form
for the enployees to indicate their views should they so desire. At the
conclusion of the discussion with the supervisor, the enployee shall sign
the appraisal form By signing, an enployee nerely acknow edges receipt of
the appraisal, but not necessarily agreement with it. Enployees will be
given a conpleted copy of the formw thin 30 cal endar days. I nf or mal

di scussi ons between the enployee and the supervisor concerning performance
are a normal part of supervision and should occur throughout the appraisa
peri od. However, a scheduled m d-year perfornmance review shall be

conduct ed.

Section 3. An enployee nmay be reduced in grade or renoved for failure to
correct unacceptable performance at any time during the appraisal cycle,
providing a current standard has been given to the enployee. Wen an
enpl oyee is determined by the supervisor to be performng at an

unacceptable level, the supervisor will notify the enployee in witing what
action nmust be taken by the enployee to inprove his or her performance to a
acceptable level and what assistance will be provided by the Enployer to
hel p them i nprove. The supervisor will give the enployee at |east 30

cal endar days to bring his or her perfornmance up to at least a nmninmally
successful |evel. If the enployee fails to achieve at least a mninmally

successful level during the performance rating warning period, 30 cal endar
days, or drops below the minimlly successful level during the follow ng 60
cal endar days, then reduction-in-grade or renoval wll be proposed
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Section 4. For each enployee covered by this system the conpl eted
performance appraisal form and any supporting docunentation shall be

mai ntained within an envel ope kept in the OPF itself and a copy wll be
furnished to the enployee. Appraisers may retain unofficial copies of

per f ormance docunents; however, the storage, access, and retention of such
docunments will be subject to the rules and regul ations governing the
Freedom of Information and Privacy Acts. Personal notes retained by
supervi sors/ managers which are for the personal use of the author and are
not provided to any other person and which are retained or discarded at the
author's sole discretion are not considered a part of the performance
appraisal file system therefore, such notes are not subject to the Privacy
Act .

Section 5. Wen enployees are identified as being mnimlly successful or
unaccept abl e during performance evaluations, documented training wll be
provided to assist themin inproving their performance to an acceptable

| evel .

Section 6. Requests for clarification about the contents of, or the
setting of, performance standards, Wwhich have not been satisfactorily

expl ai ned by the supervisor, W ll be reduced to witing by the enployee.
The request will be forwarded to the reviewi ng official. The review ng
official will respond to the request. The decision of the review ng

official concerning the contents of a performance standard is final and not
subject to further review in any forum

Section 7. Requests for clarification about the contents of perfornmance
apprai sals, which have not been satisfactorily explained by the supervisor

w il be reduced to witing by the employee. The request will be forwarded
to the reviewing official. The reviewing official will respond to the
request. If the overall rating of record is other than mninally

successful or unacceptable, the decision of the reviewing officia
concerning the contents of a performance appraisal is final and not subject
to further review in any forum If the overall rating of record is
mnimal |y successful or unacceptable, the decision of the review ng
official concerning the contents of a performance appraisal shall be
handl ed in accordance with section 3 of this article.

ARTI CLE 28. Part nershi p Counci l

The Union and the Enployer collectively agree to establish a partnership
council for the purpose of maxim zing customer service/support and m ssion
performance through a collaborative |abor-managenent relationship as the
political and econom c environment dictates.

ARTI CLE 29. O fice Space

Section 1. O fice space and furnishings will be provided and set aside for
the use by the Union at the tinme the agreenent is signed.
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Section 2. O fice equiprment provided by the enployer

a. Computer 386 or better w hard drive 40 neg. or better tied into
t he net.

b. Printer with stand/table.
C. Desk, two (2) chairs, one (11, four (4) drawer file cabinet.

d. Phone with two (2) phone lines with outside capability.

e. Fax nmachi ne

ARTI CLE 30. DEFI NI TI ONS

For the purpose of this Agreenent, the following terms and definitions are
accepted by the Parties.

ALTERNATI VE DI SPUTE RESOLUTI ON (ADR): For the purposes of this contract,
Alternative Dispute Resolution refers to various processes available to
resol ve disputes other than traditional litigation, arbitration, unfair

| abor practice charges or other adversarial procedures involving binding
third-party decisions. ADR nmay include, but is not linmted to, the
services of a neutral party in conciliation/nediation/facilitation, peer
revi ew panels, neutral fact finding, collaborative problem solving, use of
an onbudsman, nediation-arbitration and advisory arbitration, and my

i ncl ude processes which result in binding decisions.

CHAI RPERSON: A unit enployee of FISC Puget Sound, excluding Mnchester
Fuel Departnent, who has been appointed by the President, Brenerton Mt al
Trades Council.

CONFI DENTI AL EMPLOYEE: An enpl oyee who acts in a confidential capacity
with respect to an individual who formulates or effectuates nanagenent
policies in the field of I|abor-mnagenent relations.

CONDI TI ONS OF EMPLOYMENT: Means personnel policies, practices, and _
matters, whether established by rules, regulation, or otherw se affecting
wor ki ng conditions, except that such term does not include policies,

practices and matters.... (1) relating to political activities prohibited
under subchapter 111 of Chapter 73 of Title V, United States Code, as
amended; ... (2) relating to the classification of any position; or... (3

to the extent such matters are specifically provided for by Federal
statute.

DETAIL: A detail is an assignment, on a tenporary basis, of an enployee to
perform duties not covered by the official position or job description or
definition of his or her position or rating to another position or rating
for tenmporary periods of tine.
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DI SCUSS: The term discuss, where used in this agreenent, neans the parties
will nmeet and exchange views. This is used where no agreenent is necessary
as in boards, neetings of commttees, etc.

EXCLUSI VE REPRESENTATIVE: Any | abor organization which is certified as the
exclusive representative of enployees in an appropriate unit pursuant to
Section 7111 of Title V, United States Code, as amended.

GRI EVANCE: Any conplaint (1) by any enployee concerni n? any matter
relating to the enploynent of the enployee; (2) by any [abor organi zation
concerning any matter relating to the enploynent of any enployee; (3) by
any enpl oyee, |abor organization, or agency concerning. (a) t he effect or
interpretation, or a claim of breach of a collective bargai ni ng agreenent;
or... (b) any claimed violation, msinterpretation, or msapplication of
any law, rule, or regulation affecting conditions of enploynent.

FLEET AND | NDUSTRI AL SUPPLY CENTER, PUGET SOUND, (FI SCPS): Wienever the
term Fleet and Industrial Supply Center, Puget Sound (FISCPS), is used in
the agreement, the Fuel Departnent (Manchester Fuel Depot) is excluded,
unl ess specifically included or addressed separately.

| NTEREST- BASED BARGAINING A different approach to negotiations and

probl em sol ving that focuses on interests, rather than positions and
encourages negotiators to focus their energy on attacking the problem and
arriving at nmutually-acceptabl e solutions.

NEGOT| ATE: Means the performance of the nutual obligation of the
representative of the Enployer and the exclusive representative of

enpl oyees to neet at reasonable times and to consult and bargain in a good-
faith effort to reach agreenent with respect to the conditions of

enpl oynent .

PARTNERSHI P:  An agreement, in conpliance with Executive Oder 12871, to
i nvol ve enpl oyees and their representatives as full partners in order to
better serve custoners and acconplish the Agency m ssion.

PARTNERSH P COUNCI L: A council formed of an equal nunber of nenbers from
the Union and the Enployer to set the policy for partnership and steer the
two parties in partnership actions.

PERFORMANCE ELEMENT: A conponent of a position consisting of one or nore
duties and responsibilities which contributes toward acconplishing

organi zati onal goals and objectives and which is of such inportance that
unaccept abl e performance of the element would result in unacceptable
performance in the position.

PERFORMANCE STANDARDS: Are expressed neasures of the |evel of achievenent
establ i shed by managenent for the duties and responsibilities of a position
or group of positions. Performance standards may include, but are not
l[imted to, elenments such as quantity, quality, and tineliness.
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PRI VATE: When used in Performance Appraisals, Article 12, private neans

one on one, supervisor and enpl oyee. If the Enployer determnes that they
nmust have nore than the supervisor present during such discussions the
enpl oyee will be allowed an equal nunber present either union

representatives or the enpl oyee's peers.

ARTI CLE 31. DURATI ON AND CHANGES

Section 1. This Agreenent, as executed by the parties, shall remain in
full force and effect for three (3) full years fromthe date of its

conpl ete approval by the Departnment of Defense. Further, it is provided
that this Agreenent shall termnate at any time it is determined that the
Union is no longer entitled to exclusive recognition under the Civil
Service Reform Act of 1978. On the request of either party, the parties
shall meet to commence negotiations on a new agreenent no nore than 60, nor
| ess than 30 days, prior to the expiration date of this agreement. |If
neither party requests negotiations per the above, the agreement wll be
automatically extended in one (1) year increnents.

Section 2. Any anmendnent to this agreement approved by the Departnent of
Def ense shall be pronptly reproduced by the Enployer and dissenminated to
all enployees within the Unit, as nutually agreed.

Section 3. No agreenent, understanding, variation, waiver, or nodification
of any ternms or conditions contained herein shall be nade by any enpl oyee
or group of enployees with the Enployer, and in no case shall it be binding
upon the parties hereto unless such agreenent is made and executed in
witing between the parties hereto and approved by the Departnent of

Def ense.

Section 4. The waiver of any breach or condition of this agreement by
either party shall not constitute a precedent in the future enforcenent of
all the terns and conditions herein.
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FOR THE EMPLOYER: FOR THE UNION:

P.( 4. FLANAGAN, CAPTAIN, SC, USN / OMAS 'G. "GARY, PRESID
co ING OFFICER BREMERTON METAL T COUNCIL

FLEET & INDUSTRIAL SUPPLY CENTER [‘

. S i

KIP /DUFF, NEGOTIATOR BILL CRIMMINS, NEGOTIATOR

CRTTES NEG OTIATOR (;%ESTOE §ANDOVWEGOTIATOR

ROBERT SHWFER NEGOTIATOR

RENDA BIRD, NEGQTIATOR O AKER, NEGOTIATOR

Approved by the Department of Defense on 21 January 1997,
to be effective 21 January 1997.

39



